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THIS AGREEMENT, dated as of January ), 1997, 
by and between DAN RIVER INC., hereinafter referred 
to as the "Employer," and LOCAL 400, UNITED FOOD 
& COMMERCIAL WORKERS UNION,_hereinafter 
referred to as the "Union." 



Section 1 

THE BARGAINING UNIT 

This Agreement shall apply to all production and 
maintenance employees of Dan River Inc., employed at 
its manufacturing operations in Danville, Virginia, but 
excluding all employees on the payroli at the Company 
cioth store, all those employees in the job classifications 
of technicians and assistants in the Research Department 
and Laboratories, guards and watchmen, and all clerical 
employees, executives and supervisors as defined in the 
National Labor Relations Act. 

Section 2 

MANAGEMENT RIGHTS 

S ubject to the provisions of this Agreement and the 
rights of the Union and employees herein set forth, it is 
recognized and agreed that the management of Dan River 
and the direction of the working forces is vested in the 
Employer; among the rights and responsibilities which 
shall continue to be vested in the Employer, but not in­
tended as a wholly inclusive list of them, shall be: the 
right to increase or decrease operations, to remove or 
install machinery, and to increase or change production 
equipment; to introduce new and improved productive 
methods and facilities; to contract out and/or subcon­
tract out work; to regulate the quality and quantity of 
production; to relieve employees from duty because of 
(act of work; to empjoy, lay off, ze-empioy, and transfer 
employees; to demote or discharge employees for cause 
as the efficient operation of the plant shall, in the opin­
ion of the Management require, provided that none of 
such rights shall be exercised in violation of any provi­
sion of this Contract. 
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Section 3 

UNION RECOGNITION 

A. The Employer recognizes the Union as sole and 
exclusive bargaining agency for al! employees referred 
to in Section 1 hereof during the life of this Agreement 
for the purpose of collective bargaining on wages, rates 
of pay, hoars of employment, or other conditions of 
employment, 

B.l. No employee shall be selected as shop stew­
ard or chief steward who has not completed the proba­
tionary period for his/her current employment. 

B.2- Shop stewards have their regular work to per­
form on behalf of the Employer, and therefore shall keep 
to a practical minimum loss of production resulting from 
the investigation and discussion of complaints and griev­
ances during working hours. With this understanding, 
the Employer agrees that stewards shall not lose pay for 
time lost in investigating and discussing complaints or 
grievances at Steps 1 and 2 of the Grievance Procedure. 
The Employer will not pay for time lost by stewards at 
Steps 3 and 4 of the Grievance Procedure. 

B,3. Stewards shall be permitted reasonable time 
to investigate and discuss complaints and grievances dur­
ing working hours at Steps 1 and 2 of the Grievance 
Procedure. Before leaving the job the steward will no­
tify the supervisor stating why it is necessary to leave 
the job and the approximate period he will be away from 
his job. The steward shall obtain permission from his 
supervisor in advance of leaving his job. Such permis­
sion shall not be unreasonably delayed, but if delayed 
the approximate time when it will be granted will be 
stated to the steward. 
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B.4. In the interest of good relations, any abuses 
alleged by either party of the principles and procedures 
set forth in Subsections 8.2. and B.3. shall be discussed 
by the Director of Industrial Relations or his represen­
tative with the Local 400 Representative or his repre­
sentative, before resorting to grievance procedure or dis­
ciplinary action. 

B.5. Reference in this Section 3 to shop stewards 
applies equally to chief stewards. 

B.6, The tots! number of shop stewards and chief 
stewards shail be no greater than one per fifty employ­
ees, or any fraction thereof, in the bargaining unit as 
reflected on the master seniority listing provided by Sec­
tion 13.B.3 of this Agreement. 

C. The Employer will not interfere with the right 
of employees to join the Union or engage in Union ac­
tivities. The Union agrees for itself and its members 
that Union activities, including the solicitation of Union 
membership and collection of Union dues, will not be 
carried on within the mills or on company !ime in such 
manner as to interfere with the efficient operation of the 
mills. The Union also agrees for itself and its members 
that it wilt not interfere with the right of employees to 
join or not to join the Union as they see fit.lt is the in­
tention of the parties that there is no conflict between 
this Subsection C. and Plant Rules No. 14 and No. 15. 

D. It is the policy of the Company not !o assign 
supervisors to work normally performed by workers in 
the bargaining unit, unless special types of work so re­
quire or unusual or emergency conditions exist. 
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Section 4 

STRIKES AND LOCKOUTS 

A. The Union agrees it will not authorize any strikes 
(the word "strike" as used in this Section being intended 
to include work stoppages, walkouts, slow-downs, sit-
downs, picketing or other concerted interruption of op­
erations by employees) during the term of this Agree­
ment. Subject to the provisions of Subsection B, of this 
Section, it is agreed that unauthorized or unratified 
strikes shall not be deemed-a violation of this Contract 
by the Union, but the Union agrees for itself and the 
employees whom it represents that unauthorized or 
unratified strikes during the term of this Agreement shal 1 
be deemed a violation of the Contract by employees 
engaged therein, 

B, In the event of any strike the Union will, on no­
tice by the Employer of the existence of such strike given 
by mail, telegraph, telephone, or messenger to the Lo­
cal 400 Representative, or his representative in case of 
his absence, immediately notify the employees that the 
strike is unauthorized, inform the striking employees that 
the strike is in violation of the Contract and instruct them 
to return to work. The Union further will, within twenty-
four hours of such notice from the Employer, by letter 
to the Employer and by press release to the Danville 
newspapers, with copy thereof to the Employer to be 
publicized by the Employer in any manner deemed ad­
visable, disavow responsibility for the actions or state­
ments of any Union agents, stewards, or members who 
support the continuance of such strike, and direct them 
to discontinue such activity. On the fulfillment of these 
obligations on the part of the Union, such strike shall be 
deemed unauthorized and unratified for the purpose of 
this Contract, but the Union recognizes its responsibil-
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ity to use every effort to bring about the return of such 
striking employees to work. 

C. The Employer shall have the right to discharge 
or otherwise discipline any employee who in any man­
ner participates in any unauthorized strike. Any disci­
plinary action taken by the Employer for violation of 
this Section 4 shall be subject to the grievance and arbi­
tration procedure if such disciplinary action is taken prior 
to a Local 400 Representative's having instructed them 
to return to work as outlined in Paragraph B hereof. In 
the event of arbitration, the arbitrator shall be empow­
ered to decide whether the aggrieved employee engaged 
in such strike, and whether the disciplinary penalty im­
posed by the Employer was justified under all the cir­
cumstances. If disciplinary action is taken against any 
employee after return to work when the Union has ful­
filled its responsibility as stated in Paragraph B, such 
disciplinary action shall be subject to grievance and ar­
bitration procedure in the same manner as outlined 
above. If the striking workers fail to return to work with­
out undue delay after they are instructed by the Union 
to return or in the event the Union fails to fulfill its ob­
ligation as set forth in Paragraph B, any discharge or 
other disciplinary action taken by the Employer shall 
not be subject to grievance and arbitration procedure, 
except that the question of participation by such em­
ploy ees or the q uestion of whether or not the U n ion had 
fulfilled its obligation shall be subject to grievance and 
arbitration procedure. 

D. Should the Union fail to take the steps described 
in Subsection B. of this Section, the Employer may take 
such action as is provided by law, 

E. The Employer agrees that there will be no lock­
outs during the term of this Agreement. 
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Section 5 

MEDICAL, LIFE AND A & S BENEFITS 

A. The level of benefits provided for employees 
covered by this Agreement and their dependents under 
the contributory group medical benefits, life insurance 
and weekly accident and sickness benefits plans and the 
sharing of the costs of such benefits will be as set forth 
in the agreement between the patties dated December 
30, 1996. 

B. Employees shall become eligible for coverage 
under the group medical benefits, life insurance and 
weekly accident and sickness benefits plans upon 
completion of their respective probationary periods of 
employment as specified in Section J3, Subsection A. 
of this Agreement. 

C. All employees who are covered or who shall be­
come covered under the group benefits plans specified 
in Subsection A. above shall receive booklets setting 
forth in detail the benefits and limitations applicable to 
such coverage. These booklets, along with the actual 
contracts and plans, shall be the governing documents. 

D. Effective at 12:01 AM January [, 2000 a t̂d there­
after either party may propose to the other party modifi­
cations in the contributory group medical benefits plan 
and the sharing of the cost of such benefits as set forth 
in the agreement between the parties dated December 
30, 1996. If such proposals are made the parties will 
meet as promptly as possible in an endeavor to reach 
agreement. No modifications made pursuant to this Sec­
tion D. shall be made effective until the expiration of 
not less than one year following the effective date of the 
last such modification. 
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Section 6 

WAGES 

A. General Wage Schedule 

The prevailing wages shall be as set forth in the 
Wage Scale attached hereto as an appendix, signed for 
ideaiificztiatt by ffte parties and incorporated herein by 
reference. The Wage Scale shall be increased at 
! 2:0) AM on the following days by the designated 
amounts in alt hourly rates and incentive base rates 
rounded to the nearest cent and in all O-T-R Trailer Truck 
Driver per mile rates rounded to the nearest one-hun­
dredth of a cent. 

Effective the first Monday in September 1997 by 3.0%. 

Effective the first Monday in November 1998 by 3.0%. 

Effective the first Monday in January 2000 by 3.0%. 

Effective the first Monday in March 2001 by 3.0%. 

8. Minimum Wage and Guarantees; 

B.l. The plant minimum shall be as provided in She 
current Wage Scale, which shall be guaranteed on a daily 
basis. 

B.2. Employees on incentive occupations shall be 
guaranteed on a daily basis the base rate but not less 
than the plant minimum wage. To qualify for this guar­
antee, however, employees roust have, etiroed at the ba.se 
rate or better, daiiy for ten (10) consecutive scheduled 
(or 80 hours) days fully worked. Employees regularly 
assigned to weekend shifts of 12 hours duration mast 
have earned at the base rate or better, daily for eight (S) 
consecutive scheduled (or 96 hours) days fully worked. 
!f a worker, during the qualifying period, is placed on a 
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"no rate" job, days already worked in the ten-day or 
eight-day period, as applicable, plus additional days to 
make ten days or eight days, as applicable, shall enable 
the worker to qualify. 

B.3. Incentive workers whose standards are with­
drawn temporarily shaii be paid on a daily basis their 
average straight time hourly earnings for the previous 
Social Security quarter, adjusted to allow for interven­
ing or subsequent wage increases or decreases. The new 
Social Security earnings are to become effective on the 
first Monday of each new Social Security quarter. 

C. Starting Rates and Progressions 

C.l. Newly hired employees without previous tex­
tile mill experience shall be started and progressed at no 
less than the following schedule except as otherwise 
provided herein: 

C.l.(a) On hourly jobs they shall be hired at the 
plant minimum. Thereafter, such employees shall be ad­
vanced at no less than twenty cents (20£) per hour per 
week worked until they attain the rate for the job to which 
they are assigned. 

C.l.{b) On incentive jobs they shall start at a daily 
guarantee of the plant minimum, In all cases such em­
ployees shall be paid their actual incentive earnings on 
the job ID which they are assigned if such earnings ex­
ceed the plant minimum. 

C.2. Rehired employees with previous mill experi­
ence but without experience on the job for which they 
are hired shall be started at no less than the following 
schedule: In the case of hourly workers, they shall be 
started at the plant minimum; thereafter, they shall be 
advanced at no less than twenty cents (70ft) per hour per 
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week worked unti 1 they attain the hourly rate for the job 
to which they are assigned; in the case of incentive work­
ers, they shall be guaranteed the plant minimum until 
they have qualified for the daily guarantee set forth un­
der Subsection B.2. of this Section. Incentive workers 
shall be paid their actual earnings on the job to which 
they are assigned if s pen earnings exceed the plant mini­
mum. 

C.3.(a) Newly hired learners in the maintenance 
and mechanical trades in the Construction and Repair, 
Electrical, Machine Shop and Transportation Depart­
ments without previous experience on the job to which 
they are assigned shall be hired at the plant minimum. 
Thereafter, they shall be advanced at no less than twenty 
cents (20«f) per hour per week worked until they attain 
the rate for the lowest class of their respective occupa­
tions; thereafter, they shali be advanced at no less than 
one class rate for each three months during which (he 
empioyee has worked at least thirteen (13) weeks, and 
so on until the second class rate is attained. If, during 
any three (3) months' progression period, the employee 
has worked less than thirteen (13) weeks, advancement 
to the higher rate may, at the Employer's option, be de­
ferred unti! thirteen (13) weeks have been worked. Three 
months after the attainment of the second class rate, the 
employee will be elevated to the first class rate in accor­
dance with the procedure hereinafter described in 
C.3.(b). 

C.3.(b) All employees on craft jobs will, three 
months after the attainment of the second class rate, be 
elevated to first class rate, unless at the discretion of 
management, they are not able to perform the first class 
job. In that event the employee and departmental shop 
steward will be so notified and the reasons therefor ex-
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plained. Any disagreement as to the action of the Em­
ployer in this regard will be subject to grievance proce­
dure and arbitration. 

C.3,(c) The number of assignments to the class rate 
of Senior Electrician is al the discretion of the Manage­
ment. Such assignments shall be made from among 
employees in the Electrician classification in line with 
Section 14., Subsection B., provided there are employ­
ees in this classification who have the qualifications and 
ability to be elevated to Senior Electrician. An employee 
elevated to Senior Electrician will be in probationary 
status for a period of three (3) months, or until the em­
ployee has worked at least thirteen (13) weeks in this 
class.During this probationary period the employee may 
he returned to his prior progression if, in the judgement 
of the Management, he is not able to perform the Senior 
Electrician job. Notwithstanding the provisions of Sec­
tion 14., Subsection E., an employee who returns to his 
prior progression under this provision will do so with 
full seniority status and have his progression adjusted 
accordingly, 

C.4. Newly hired learners in textile maintenance 
and Other occupations which have class rates and who 
are without previous experience on the job to which they 
are assigned shall be hired at the plant minimum. There­
after, they shall be advanced at no less than twenty cents 
(2tV) per hour per week worked until they attain the 
lowest class rate of their respective occupations; there­
after, they shall be advanced at no less than one class 
rate for each three months during which the employee 
has worked at least thirteen (13) weeks, and so on until 
the second class rate in attained; if, during the three 
months progression period, the employee has worked 
less than thirteen (13) weeks, advancementto the higher 
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rate may, at the Employer's option, be deferred until thir­
teen (13) weeks have been worked. (Wherever "twenty 
cents" occurs in Subsections C, I .(a)., C.2., C3.(a)., and 
C.4. it shall be increased to "twenty-five cents" effec­
tive ) 2:01AM the first Monday in November, 1998.) 

C.5. For empioyees regularly assigned to weekend 
shifts of 12 hours duration, wherever week, thirteen (13) 
weeks, or three (3) months appears in Subsections 
C.l.(a), C.2., C.3.£a), C.3.(b), C.3,fc), and C.4. above, 
these time periods shall be doubled. 

D, Equal Pay for Female Work 

Female workers shall receive equal pay for equal 
work with men on comparable operations where they 
produce a product in comparabie quantity and quality. 

E. Reporting Time 

Any employee having worked on any day who is 
not notified that his service will not be required the fol­
lowing day, but who nevertheless reports for work on 
such following day, and is not afforded work, shall re­
ceive three hours' pay; in lieu of such payment, how­
ever, !he Employer may assign such employee to any 
other available work for no! jess than four hours, for 
which the employee wi!) be paid at his regular job rate 
or the rate for the job to which he is assigned, which­
ever is higher. Spare hands shall be entitied to the ben­
efits of this Subsection only when their names appear 
on the payroll for three consecutive weeks prior to the 
date on which such spare hands report for work under 
the conditions above outlined in this Subsection. The 
provisions of this Subsection shall not apply if the fail­
ure of the Employer to furnish work is due to causes 
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beyond the control or reasonable fdresight of the Em-
pioyer, such as power failure, act of God, or unantici­
pated absence of other workers whose immediate pro­
duction is prerequisite to worfc for the workers cafied 
for work, 

F. Shift Differential 

A premium of ft ve cents (5$) per hour shall be paid 
for work on the third shift, and such premium shall be 
deemed part of the regular rate of pay in the calculation 
of overtime under the provisions of this Agreement. It 
is fully understood, however, that this premium is not to 
be considered under any circumstances as a part of the 
base rate on any incentive job. 

G. Temporary Transfers 

Any employee accepting a temporary transfer from 
one department to another or from his regular occupa­
tion to another at the request of Management shall re­
ceive the rate of pay applicable to the new job or his 
own job, whichever is higher. 

H. Combined Jobs 

Whenever two or more jobs having different rates 
of pay are combined, the employee wili be paid for the 
time worked on each job at the rate of pay applicable to 
the job being worked or his own rate of pay, whichever 
is higher. 

L Changes in Wage Scale 

Whenever new jobs are installed, or jobs are 
changed to incentive where no rate or base rate has been 
established in the wage scale, the Employer witt notify 
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the Union in writing of the proposed rate or base rate 
for such jobs. Upon receipt of such notice, the Local 
400 Representative and a representative of Management 
shall meet to discuss the proposed rate. If agreement is 
reached, such agreement shall be reduced to writing as 
an amendment to the wage sca)e of this Agreement. 
Should they fail to agree within ten days of the initial 
discussion, the matter shall be referred to Arbitration as 
provided for in this Agreement. In establishing such 
rates, it is understood and agreed that such rates are to 
conform to the principles and intent of the parties em­
bodied in the wage and other pertinent provisions of this 
Agreement. 

J. Experimental Work 

All employees shall be paid on all trial or experi­
mental work their average straight time earnings for the 
previous Social Security quarter. 

K. Jury Duty Pay 

When an employee is called for jury duty and serves 
as a juror, the Employer will pay to him the difference, 
if any, between his jury service compensation and his 
average straight time earnings for the previous Social 
Security quarter for the days he served as a juror which 
otherwise he would have worked. 

L. Death in Family Pay 

An employee who has comp/eted his probationary 
period and who is excused from work because of death 
of a member of his or her immediate family shall re­
ceive straight time pay at his or her regular rate of pay 
for scheduled hours of work so lost, but limited to three 
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(3) days' pay. If more than one death in the immediate 
family of an employee should occur within any period 
of three (3) consecutive days, that employee, shall, nev­
ertheless, not be entitled to more than three (3) days' 
pay under this Subsection L. An employee shall not be 
entitled to receive pay under this Subsection L. unless 
he or she has presented reasonable evidence to the Em­
ployer supporting the fact of death of a member of his 
or her immediate family. The hours for which an em­
ployee is paid under this Subsection L. shall not be used 
in computing overtime pay for hours worked in excess 
of forty (40) in the work week. For purposes of this 
Subsection L. an "immediate member" of an employee's 
family shall mean only the employee's father, mother, 
husband, wife, son, daughter, brother, sister, father-in-
law, mother-in-law, and, in addition, any relative living 
in the same household with the employee. 

M. Over-the-Road Trailer Truck Drivers 

Over-The-Road Trailer Truck Drivers shall be com­
pensated as provided in the current Wage Scale refer­
enced in Subsection A., of this Section 6. 

Section 7 

WORKLOADS, WORK ASSIGNMENTS 
AND INCENTIVE SYSTEMS 

A. The Employer shall have the right to change or 
introduce machine processes, methods of manufacture, 
to make time studies and work assignments and job 
specifications in accordance with sound rate setting prac­
tices and principles for the purpose of insuring the effi­
cient operation of the mills and utilizing the employees' 
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time effectively. The Union, the affected employees and 
Management have the duty and responsibility to coop­
erate in giving the workload a fair test during the trial 
periods. In making changes to effectuate the above, it is 
agreed as follows: 

B. Routine Changes 

B.l. Routine changes may be made by the Employer 
to meet the necessities of its day to day operation; it 
being further understood that such changes may result 
in grievances which shall be subject to the Grievance 
Procedure. Job specifications will be furnished in con­
nection with such grievances if requested by a Local 
400 Representative. 

B .2. Adjustments in incentive rates which have been 
installed under Subsection B.l., Routine Changes, shall 
be retroactive to the date when conditions of the job be­
came off standard to the extent of affecting the standard 
hour value 5% or more, except that such adjustments shall 
not be retroactive for more than sixty (60) days prior to 
the date when grievance is filed in writing concerning 
the rate. If the standards are withdrawn as outlined in 
Section 7.D.7., no retroactivity will apply during the pe­
riod when employees are paid average earnings. 

C. Technological Changes and Other Type Changes 

C.l. Technological changes refer to the installation 
of new machinery or equipment, or modification of an 
existing machine. Excluded are: alterations in machine 
settings, machine and equipment required to effect rou­
tine changes. Also excluded are changes which do not 
materially affect the employees' duties. Other type 
changes are all changes not included in Routine or Tech­
nological Changes. 
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C.2. Three weeks prior to the date of installation of 
the proposed change, the Employer will notify the Union 
on the form now in effect. During the three week period 
discussion will take place with the Union. In the case of 
an emergency, the three-weeks provision is not to ap­
ply, but discussions of the proposed change are to take 
place as soon as practicable, prior to the institution of 
the change. The Employer will furnish job specifica­
tions on request of a Local 400 Representative. At the 
request of either party, a four to six week trial period (or 
longer or shorter period by mutual agreement) will ap­
ply, during which the employees will receive their aver­
age straight time hourly earnings for the previous So­
cial Security quarter, adjusted to allow for any interven­
ing wage increases or decreases, or their actual earn­
ings, whichever is higher. 

C.3. The Employer agrees to make check studies 
of the job, if requested, and furnish the Union with a 
summary. If necessary, a discussion of the check stud­
ies will be held, upon request, at which a representative 
of the Union may view the actual studies, 

C.4. After the trial period, a grievance, if filed, shall 
be referred to the Grievance Procedure, except that the 
procedural steps may be expedited by the elimination of 
the time requirements in the first two steps in the Griev­
ance Procedure. 

C.5. Unless a written Grievance is filed within sixty 
(60) days after the expiration of the trial period or any 
extension thereof, the change as introduced under Sub­
section C. shall be conclusively presumed to be proper 
and acceptable. If a grievance is filed within the above 
time limit, any adjustment shall be retroactive to the date 
of change. But if a grievance is filed on the rate after 
the expiration of the 60-day period, alleging that the job 
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has become off-standard, any retroactive adjustments 
shall be limited as provided in Subsection B.2. 

D, General 

D.l. The Employer will post the daily posting sheet 
in each department, and, in addition, for each incentive 
worker, the daily production and/or task performed on 
which the worker's daily earnings are computed and paid. 

D.2. The Employer has the right to institute changes 
from hourly rate to incentive rate or from incentive rate 
to hourly rate, without agreement on the part of the 
Union. When a job is changed from incentive rate to 
hourly rate, the hourly rate paid shall be the most re­
cently negotiated hourly rate adjusted to allow for inter­
vening or subsequent wage increases or decreases. The 
work assignment on such hourly rated job shall be es­
tablished in the same manner as for other measured 
hourly rated jobs. If there is no previously negotiated 
hourly rate, the rate shall be installed in accordance with 
Section 6., Subsection I. 

D.3, When the method of pay is changed from 
hourly rate to incentive rate, employees formerJy paid 
on the hourly rate immediately before the change and 
who continue on the job after the change shall be guar­
anteed the previous hourly rale of the changed job on a 
weekly basis. Others employed on the job after the 
change shall also receive this guarantee except in the 
case of newly hired learners or rehires from other occu­
pations. This weekly guarantee shall continue for twelve 
(12) weeks after the date of the change. Employees may 
qualify for daily base rate guarantee any time after the 
change. Employees not so qualified a! the end of the 
guarantee period will be guaranteed plant minimum. 
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D.4. When an incentive rate replaces an hourly rate, 
the incentive rate shall be set at such level as to yield a 
proper incentive to production, in accordance with sound 
rale setting practices and engineering principles. 

D.5. It is the policy of the Employer to provide a 
120 assignment on incentive jobs whenever it is practi­
cal to do so and give workers assignments they are ca­
pable of performing, considering productivity and qual­
ity. The Employer will use the previous Social Security 
averages as criteria for determining employees* ability 
to perform and will make assignments with that objec­
tive, subject to limitations of job layout. 

If an individual employee requests an assignment 
that is above his former Social Security performance, 
the Employer, where practical within the limitations of 
job layout, will afford the employee a trial and will grant 
the request if the employee demonstrates ability to per­
form at the higher level. If an individual employee re­
quests an assignment below his former Social Security 
performance, the Employer will give consideration to 
such request and grant it where practical within the limi­
tations of job layout. It is understood that the foregoing 
sentence is not intended to apply except in individual 
and exceptional cases where there is individual reason 
for the employee's inability to continue to perform at 
the level indicated by the previous Social Security aver­
age. It is also understood that the Employer shall not be 
obligated to supplement the individual as a result of such 
reduced assignment. On assignment below a 110, the 
Employer agrees to supplement the employee the dif­
ference between the assignment or his actual earnings, 
whichever » higher, and his former Social Security av­
erage up to a 110. If it becomes necessary to reduce an 
individual assignment because of poor quality perfor-
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mance, the Employer shall not be obligated to supple­
ment the individual as a result of such reduced assign­
ment under the provisions of this Subsection. It is un­
derstood that the foregoing supplement is not intended 
to apply to occupations where the assignment is not cal­
culable. 

D.6. Work assignments and rates shall be based on 
time studies which shall be made under normal condi­
tions. When time studies are made, they shall be made 
on workers agreed to by the Employer and the Union. 
If the parties fail to agree, each shall name an equal num­
ber of workers to be studied. At Step 3 of the Grievance 
Procedure, if requested by the Union, a time study will 
be made on a job under dispute. 

D.7. On incentive jobs where conditions are off 
standard to the extent of affecting the standard hour value 
by 5% OT more, standards will be withdrawn and the 
employees will be paid their average straight time hourly 
earnings for the previous Social Security quarter, ad­
justed as above provided, except where off standard con­
ditions are occasioned by the employees working on or 
directly servicing the machines. 

D.8. It is the policy of the Employer to provide ad­
equate fatigue time on all work assignments. It is un­
derstood that fatigue time allowances are intended to 
pro vide a reasonable amoun t of ti me away from the job 
for personal reasons. 

D.9. On incentive jobs when work assignments or 
rates are changed, the Employer agrees, through its su­
pervisory force, to explain to the workers involved, or 
their shop steward, the reason for the change, the stan­
dard hour value, the standard 120 assignment, and the 
earnings possibility on the job. The Employer further 
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agrees, on incentive jobs, to provide in writing, on re­
quest of any employee, the standard hour value, and the 
standard i 20 assignment of his job. Copies of such in­
formation afforded in writing wtil be made availabie to 
the steward of the department on request. It is agreed 
that at the beginning of each week the Employer will 
post, by name, the assignment of each employee on in­
centive jobs where assignment supplement may apply 
as provided in D.5. 

D.IO. Workloads and work assignments shail be 
established which will enable the employee to attain. 
expected standards of quality. 

D.ll. Downtime 

When employees are required to wait on the job 
because of power shutdown, breakdown of machinery, 
or stoppage of the manufacturing process due to other 
abnormal working conditions for which employees 
working on or directly servicing the machines are not 
responsible, and when such interruption is not allowed 
for in the rate, the Employer agrees to pay for the time 
lost as stipulated in the Supplemental Downtime Agree­
ment heretofore accepted by the parties in the case of 
incentive workers provided that this section shall apply 
when such work stoppage amounts to five consecutive 
minutes or more on single machine assignments or fif­
teen consecutive minutes or more on assignments of 
more than one machine. The methods of computation 
of downtime pay shall be as stipulated in such Supple­
mental Downtime Agreement which is incorporated by 
reference herein to the same extent as if it were set out 
verbatim at this point. Nothing herein contained shall 
be construed as a denial of the Employer's right to dis­
miss such employees from work without further liabil-
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ity for downtime pay when the Employer deems such 
action advisable, but this clause shall not operate to deny 
reporting time pay if due under Subsection E. of Sec­
tion 6. 

Section 8 

HOLIDAYS, HOURS, AND OVERTIME PAY 

A.l. Recognized Holidays are New Year's Day, 
Easter Monday, July 4, Labor Day, Thanksgiving Day, 
Christmas Eve, Christmas Day, and the employee's birth­
day; and whenever any of them shall fall on Sunday, the 
succeeding Monday shall be deemed the Holiday. Rec­
ognized Holidays not worked shall be considered as days 
worked for the purpose of computing overtime pay for 
the sixth and seventh consecutive days worked. (Effec­
tive with the calendar year 2001 Memorial Day becomes 
a recognized holiday and July 4 is voided as a recog­
nized holiday.) 

A.2, Employees who work on New Year's Day, Eas­
ter Monday, July 4, Labor Day, Thanksgiving Day, 
Christmas Eve, Christmas Day, or the employee's birth­
day shall receive their earnings for work performed on 
such Holidays at their regular rate. In addition the Em­
ployer agrees to pay Holiday pay for such Holidays to 
employees who have worked their last scheduled work 
day preceding the Holiday and their first scheduled work 
day following the Holiday, at regular straight time rates 
for hourly workers and at their Social Security average 
for incentive workers for eight hours; provided however, 
that (a) those employees who are unable to work on the 
required days governing Holiday pay due to the fact that 
they are hospitalized, or are serving on jury duty, or are 
absent and excused from work due to death in their im-
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mediafe family, or are absent and excused from work 
due to injury on-the-job on such days, wilt receive Holi­
day pay provided they have worked on any day within 
the period of seven working days preceding the Holi­
day; (b) an employee who works on the required days 
governing Holiday pay but fails to wort all (tours sched­
uled for him/her on such days shall not receive Holiday 
pay unless such failure to work all hours as scheduled is 
due to illness or accident to the employee of such seri­
ous degree as to require the employee to leave work, 
verification of which the Employer may require the 
employee to provide from his/her physician; (c) when a 
Holiday fails during the second, third or fourth week of 
vacation ("optional vacation week/weeks") of an em­
ployee, such employee will he entitled to Holiday pay 
for such Holiday if he has worked his last scheduled 
work day prior to such vacation and his first scheduled 
work day after such vacation; and (d) no employee shall 
receive Holiday pay for any day for which he receives 
bereavement pay (under Section 6 L. of this Agreement). 

A.3. Eligible employees, as determined by Subsec­
tion A.2. above, who are regularly assigned to a week­
end shift shall be paid Holiday pay for hours regularly 
scheduled when a recognized Holiday falls on Saturday 
or, the provision of Subsectioti A. 1. above notwithstand­
ing, falls on Sunday. Such eligible employees shall be 
paid Holiday pay of eight (8) hours for recognized Holi­
days falling Monday through Friday. 

B.l. The regular hours of work for aU employees 
covered by this Agreement shall be eight (8) hours per 
day and forty (40) hours per week, Monday through Fri­
day inclusive, except in departments or work where 
management has determined that "off-shift" schedules 
are necessary. 
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B.2. "Off-stuff" schedules may be insialied in de­
partments or work when it is anticipated that seven (7) 
day operations will be required for three (3) months or 
longer. The Union and the affected employees wiil be 
given at least thirty (30) days' notice prior to the installa­
tion of "off-shift" schedules in such departments or work. 

B.3. Any hours worfced in excess of eight (8) hours 
per day or forty (40) hours per week shall be paid for at 
the rate of one and one-half times the regular rate of pay. 
For the purpose of this Section 8, a day is defined as the 
twenty-four hours immediately following 12 midnight. 

B.4. All premium pay for employees regularly as­
signed to "off shift" schedules will be calculated on the 
basis of the Company's payroll week, i.e., Monday 
through Sunday, rather than the employees' respective 
work weeks. 

B.S. Weekend Premium - Employees regularly as­
signed to a weekend shift shall be paid an extra one-half 
times the regular rate of pay for all hours worked on 
calendar Saturday and calendar Sunday that are not oth­
erwise eligible for overtime payments under Subsection 
B.3. above. 

C. One and one-half times the regular rate shall be 
paid for the sixth consecutive day of work by an em­
ployee in any week, and iwice the regular rate shall be 
paid for the seventh consecutive day of work, !f an 
employee has qualified for one and one-half times the 
regular rate of pay by working a sixth consecutive day 
in one week, he shall be paid twice the regular rate for 
additional work thereafter performed within such sixth 
consecutive day if such additional work is performed 
on a calendar Sunday (beginning midnight Saturday and 
ending midnight Sunday). When an employee is not 
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afforded work by the Company such day or days shall 
be counted as time worked for the purpose of comput­
ing overtime for the sixth and seventh consecutive days. 

D. The Employer agrees to post in each department 
where "off-shift" scheduies are necessary the schedule 
of hours per shift and the work week of employees as­
signed to such "off-shift" schedules, and also agrees to 
post notices of any changes in "off-shift" scheduies be­
fore they become effective. The Employer wil! also post 
notices covering work schedules for holidays and the 
vacation period, and if a particular department or recog­
nized section thereof is scheduled to work, notice to that 
effect will be posted. The Union recognizes lhai the 
arrangement of work scheduies is the function of Man­
agement, but the Employer agrees not to change such 
schedules unless such a change is essential to tbe effi­
cient operation of the plant, and unless i: is approved by 
the Plant Manager, who will take into consideration any 
undue hardship on the employees occasioned thereby. 
It is not the intention of the parties that differences re­
garding the necessity for change of work schedules be 
submitted to arbitration, but in the interest of harmoni­
ous relations and in order to give assurance that any com­
plaints of employees regarding work schedules wil) re-
ceive prompt and sympathetic attention, it is understood 
that any such complaints may be presented direct to the 
Plant Manager, and if not satisfactorily adjusted there, 
then considered promptly by the representatives of the 
parties designated at Step 4 of Che Grievance Procedure. 

E. In the event that curtailment of the Employer's 
production schedule is necessary, it wil! be the 
Employer's policy insofar as practical, to reduce the 
working force by layoff before the work week is reduced 
beiow thirty-two (32) hours per week. 
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F. It will be the policy of the Employer to divide 
the work in each department as equally as possible be­
tween the shifts and as between employees on direct and 
indirect work, to assign a work week that is as nearly 
equal as is practical. 

Section 9 

VACATIONS WITH PAY 

A.l. Annual vacation of one week (regular vaca­
tion week) wil! be granted at the time of the annual plant 
shutdown, and vacation pay therefor will he computed 
and distributed to qualified employees prior to such shut­
down. 

A.2. Employees who have completed five years or 
more of conti nuous service with the Employer as of May 
26 of the current year, as determined by seniority, but 
less than fifteen shall be eligible for an additional week 
of vacation ("optional vacation week") to be scheduled 
in advance. Employees who have completed fifteen 
years or more of continuous service with the Employer 
as of May 26 of the current year, as determined by sen 
-ioriry, btit less than twenty-five, shai! be eligible for 
two additional weeks of vacation ("optional vacation 
weeks") to be scheduled in advance. Effective January 
t, 1998 employees who have completed twenty-five 
years or more of continuous service with the Employer 
as of May 2S of the current year, as determined by sen­
iority, shall he eligible for three additional weeks of va­
cation {"optional vacation weeks") to be scheduled in 
advance. These optional weeks way or may not be con­
secutive, at the Employer's option, and must be taken 
during the period beginning with the payroll week which 
includes June 15 of the current year and ending with the 
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payroll week immediately preceding June 1S of the year 
following; provided, however, that an employee sched­
uled for an optional vacation week during either of the 
tast Vwo payToM viieeka of a vacation setiedxning year 
will not be eligible to be scheduled for an optional vaca­
tion week during either of the first two payroll weeks of 
the following vacation scheduling year. An optional 
vacation week will not be paid vacation and is not com­
pulsory. 

An optional week of vacation may, under the con­
ditions established herein, be requested by the employee 
to be taken a week at a time or a day at a time. For 
purposes of optional vacation time off, a week is from 
12:01AM Monday morning to !2 midnight the follow­
ing Sunday ant̂  a day is the 24 hour period from 
12:01AM to the following 12 midnight. A week of op­
tional vacation, taken by the day, consists of five days 
for employees regularly assigned to shifts other than 
weekend shifts and consists of two days for employees 
regularly assigned to weekend shifts. Where employ­
ees move between weekend shifts and other than week­
end shifts, one day of vacation time off on weekend shifts 
will equal two days of time off on other than weekend 
shifts and vice versa. 

A request for an optional week of vacation, to be 
taken as a week of time off. must be submitted in writ­
ing on a form provided by the Employer before the first 
day of the month preceding the month in which such 
optional vacation week is to begin. A request for op­
tional vacation, to be taken as a day of time off, must be 
submitted in writing on a form provided by the Employer 
on or before Monday of the week preceding the week in 
which such day occurs. 
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Options! vacation time off, whether by the week or 
by the day, wilt be taken only upon approval by the 
Employer of the employee's request therefor. If the 
Employer determines that she number of employees re­
questing optional vacation, whether by the week or by 
the day, during a given period may cause production, 
maintenance or other operational problems, the Em­
ployer may deny some or all of the optiona! vacation 
requested. Priority for granting employees' requests for 
the same week or same day of vacation time off will be 
in the order in which the requests were received from 
the employees, 

B. Vacation pay shall be computed in the following 
manner: 

B.t. Employees covered by this Agreement who 
have completed twelve months but less than five years 
of continuous service with the Employer on May 26 of 
the current year, as determined by seniority, shall be paid 
2% of their earnings during the fifty-two week period 
preceding the above date. 

B.2. Employees covered by this Agreement who 
have completed five years or more of continuous ser­
vice with the Employer on May 26 of the current year, 
as determined by seniorily, shall be paid 4% of their 
earnings during the fifty-two-week period preceding the 
above date, 

B.3. Employees covered by this Agreement who 
have completed fifteen years or more of continuous ser­
vice with the Employer on May 26 of the current year as 
determined by seniority, shall be paid 6% of their earn­
ings during the fifty-two-week period preceding the 
above date. 

28 



B.4. Effective January 1, 1998 employees covered 
by this Agreement who have completed twenty-five years 
or more of continuous service with the Employer on May 
26 of the current year as determined by seniority, shall 
be paid 8% of their earnings during the fifty-two week 
period preceding the above date. 

B.S. Employees otherwise eligible for vacation pay 
who are inducted into the armed services prior to the 
plant shutdown period will, at the time of induction, re­
ceive vacation pay computed as net forth in Subsection 
B.l. or Subsection B,2. or Subsection B.3. or Subsec­
tion B.4. above; further, such employees who are re­
employed after discharge from the armed services be­
fore the annual shutdown period shall receive vacation 
pay computed as set forth in Subsection B. 1- or Subsec­
tion B.2. or Subsection B.3. or Subsection B.4. above. 

C. Employees retired pursuant to the provisions of 
the Dan River Inc. Hourly Retirement Plan during the 
term of this Contract and prior to the qualifying date of 
May 26 of the current year shall nevertheless be entitled 
to receive vacation pay computed in accordance with 
the provisions of Subsection B.l. or Subsection B.2. or 
Subsection B.3. or Subsection B.4 above-

D. If an employee dies prior to receiving vacation 
pay to which he was entitled under provisions of this 
Agreement, the same shall be paid to the surviving 
spouse of such deceased employee, and if there is no 
such surviving spouse, then to the surviving beneficiary 
or beneficiaries of such deceased employee designated 
(as reflected on the records of the Company) to Teceive 
proceeds of life insurance provided under the Company's 
group benefits plans, and if there is no such surviving 
beneficiary, then to the estate of such deceased employee. 
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E. There shall be no exceptions to the rules and 
qualifications governing vacation pay as stated in this 
Section of the Contract. 

F. The dates of the annual plant shutdown and the 
date for the payment of vacation pay shall be such dates 
between June 1 and September 30 each year as are fixed 
by the Company. 

G. The Employer agrees to post in the mills a writ­
ten notice of the date fixed for the payment of vacation 
pay and the dates of the annual plant shutdown period 
approximately four weeks prior to the annual plant shut­
down. 

H, All complaints regarding vacation pay must be 
made within thirty (30) days of the date of payment or 
else will be considered waived and abandoned. 

Section 10 

DISCHARGE AND DISCIPLINE 

A. Maintenance of discipline is the responsibility 
of the Employer. Any employee claiming that he has 
been disciplined or discharged without cause must 
present a grievance in writing within ten (10) days, in­
cluding the day such disciplinary action was taken, or 
his claim shall be waived. Such a grievance shall be 
handled as outlined in Section 11, except that it shall be 
submitted at Step 2 of the Grievance Procedure. 

B. A Grievance involving disciplinary action may 
be submitted to arbitration as provided in Section 12. 
In that event, the issue before the arbitrator shall be 
whether or not cause for disciplinary action existed, but 
the arbitrator shall also be empowered to modify the 
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penalty when the circumstances, in his opinion, justify 
such action. In any case, where back pay is ordered, it 
shail not be retroactive to a date prior to the time the 
disciplinary action was taken, and the arbitrator shall 
order deducted from such back pay any earnings or un-
empioyment compensation the employee has received 
during his absence from the Employer. 

C. Discharge or other disciplinary action wiil be 
taken in the presence of a shop steward, provided the 
Union has elected a shop steward for the department 
concerned; if the elected shop steward is absent, the chief 
steward or most easily available shop steward will be 
called. In the event disciplinary action is taken against 
a shop steward, the chief steward or most easily avail­
able shop steward wit! be called. When disciplinary 
action is taken for poor work, the employee and shop 
steward (or chief steward, if caiied) will be shown the 
condition of the job or the defective work for which the 
action is taken. 

D. The Employer agrees to give each employee a 
copy of any warning read to the employee which is in­
tended to become a part of the employee's record. It is 
further agreed that no warning more than one year o!d 
shall be applied toward future disciplinary action. This 
provision shail not prevent either party from presenting 
to an arbitrator any information concerning the 
employee's record. 

Section 11 

GRIEVANCE PROCEDURE 

A. Complaints and grievances shai! be disposed of 
sn the following manner: 
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Step i A complaint shal! first be presented by the ag­
grieved employee, with or without his departmen­
tal shop steward, or by such shop steward in the 
employee's behalf, prompiiy to the enjpfoyee's 
shift overseer or department overseer (if there is 
no shift overseer), who shall give his answer 
within two (Z) working days, unless the time be 
extended by mutual agreement. 

Step 2 If the complaint is not settled at Step !, it shall 
become a grievance if put in written form, dated, 
signed by the aggrieved empioyee, and presented 
to the employee's department overseer. The over­
seer shall meet with the departmental shop stew­
ard, with or without the aggrieved employee, at 
a mutually satisfactory time to undertake to settle 
the grievance. If the grievance is not settled 
within two (Z) working days, or within additional 
time mutually agreed upon, it may then be re­
ferred to the Plant Manager. 

Step 3 The Plant Manager or his designated representa­
tive sbaJl meet with local union representatives, 
with or without the aggrieved employee, at Seast 
bi-weekly. If it is impractical for either party to 
meet on the scheduled day, the meeting shal! take 
place within forty-eight (4%) hours thereafter. If 
the grievance is not adjusted at this step, it may 
be referred to Step 4, 

Step 4 The Director of Industrial Relations, or his des­
ignated Company representative, will meet with 
the Local 400 Representative or his representa­
tive, with or without the aggrieved employee, bi­
weekly, and at such other times as may be mutu­
ally agreed upon for the settlement of grievances 
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not adjusted at Step 3. Any grievance may be 
referred to arbitration under Section 12, after 
thirty (30) days from the date when either party 
requests a discussion as Step 4, regardless of 
whether such discussion has taken place or not. 

B, General 

B.l. It is agreed that any individual employee or 
group of employees shall have the right at any time to 
present .grievances to the Employer without the inter­
vention of she Union; provided, that any adjustment of 
grievances so presented shall not be inconsistent with 
the terms of this Agreement, and provided further, that a 
representative of the Union is to be given an opportu­
nity to be present at such adjustment and be informed 
on the facts pertinent thereto. The principle herein stated 
is tD prevail at all times, anything in the above described 
details of the Grievance Procedure to the contrary not­
withstanding. 

B.2. A written statement of the settlement of griev­
ances at Steps 2,3, and 4 shall be made by the Employer 
and a copy given to the Union. 

B.3. The chief steward may act for a shop steward 
where no shop steward is ekcied, or u/bere ihe ejected 
shop steward is not available. 

B.4. Grievances involving questions of general 
Company policy may be signed by the Local 400 Rep­
resentative and presented in writing direct to the 
Employer's Industrial Relations Department, thereby 
eliminating consideration at Steps 1 and 2. Such griev­
ances shall then be considered by the Industrial Rela­
tions Department or other Company representative and 
a Union representative and, if they fail to reach an agree-
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ment for the settlement thereof within ten (10) days, or 
such additional time as may be mutually agreed on, the 
grievance may then be referred to Step 4. 

C. Admission to Mitis 

For the purpose of observing physica! conditions 
involving grievances under consideration at Steps 2, 3, 
or 4 of the Grievance Procedure, the Employer wiI! al­
low a Local 400 Representative admission to the in ills 
at times agreeable to the Employer, It is understood that 
if such admission is desired, the Union will make re­
quests therefor to the Industrial Relations Department 
and state the reason for the request and the grievance in 
connection with which admission to the mills is desired. 
On admission, the Local 400 Representative will be ac­
companied by a representative of the Employer. This 
Subsection is not to be interpreted as authorizing de­
tailed checks or the compilation of technical data by the 
Union representative. 

Section 12 

ARBITRATION 

A. Arbitrable grievances are thosa which involve, 
the application or interpretation of a provision of this 
Agreement. If an arbitrable grievance is not settled at 
Step 4, Section 11, it shal! be setiied in the foHowing 
manner: 

B. Either parly may make written demand for arbi­
tration within ten (10) days from the date of the first 
meeting under Section 11, Step 4, or any agreed adjourn­
ment thereof. Failure to make such written demands 
within that period shall he deemed abandonment of the 
grievance. 
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C. If either party demands arbitration of a particu­
lar grievance in accordance with the foregoing, it shall 
be promptly referred to an impartial arbitrator selected 
by using the striking method, from a list of arbitrators 
submitted by either the American Arbitration Associa­
tion or the Federal Mediation and Conciliation Service 
as mutually agreed to by the parties. Either party may 
reject the first list submitted but thereafter neither party 
may reject any list unless by mutual consent. Both par­
ties will agree with the arbitrator on a convenient date 
for the hearing, and the arbitrator shall then meet -with 
the parties and consider evidence and arguments sub­
mitted by the parties. He shftH then render his decision 
in writing, not inconsistent with any provision of this 
Agreement, and such decision shaii be final and bind­
ing upon both parties hereto and ail employees covered 
by this Agreement. 

D. It is specifically agreed that the arbitrator must 
base his decision on the facts as ascertained and deter­
mined by him and the terms of this Agreement. He shall 
have no power to render a decision the effect of which is 
to change or modify any provision of the Agreement or 
write into it any provision not agreed on by the parties. 

E. The compensation of the arbitrator shall be paid 
one-half by the Company and one-half by the Union. 

Section 13 

SENIORITY 

A. Probationary Employees 

Employees shall be rated as probationary employ­
ees during the first ninety (90) days of their empioy-
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ment; rehires shall be rated as probationary employees 
during the first sixty (60) days following the date of re­
employment provided their former employment ex­
ceeded ninety (90) days, except that rehired employees 
previously discharged shall be rated as probationary 
employees during the first one-humired-twertly (120) 
days of their employment. There shali be no responsi­
bility for the re-employment of probationary employees 
discharged or laid off during the probationary period. 
Seniority rights as herein provided shall, after the pe­
riod of probationary employment i$ completed, date back 
to the beginning of the last employment. 

B- Seniority Defined 

B.l. The term "seniority" means the continuous 
length of service with the Employer in the various oc­
cupational groupings as defined in the Supplementary 
Agreement as amended. It is recognized that length of 
service with the Employer has already been established 
by the seniority lists heretofore posted, and otherwise 
agreed to between the Employer and the Union. It is 
understood that no employee shall be entitled by virtue 
of seniority principles herein established to be retained 
on any job for which he is not qualified. 

B.2. The occupational groups already agreed upon 
shall prevail during the term of this Contract unless the 
parties agree to revision thereof. If during the term of 
this Contract either party desires change in the occupa­
tional groupings already agreed upon, it is understood 
that the principle objective shal! be to provide fullest 
protection for employees with the greatest seniority con­
sistent with good management and simple administra­
tion of the seniority program. 
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B.3. The Employer agrees to furnish the Union with 
a master seniority list containing all occupational group­
ings in the bargaining unit ai two (2) months intervals if 
the Union requests such list, 

C, Layoff Defined 

The term "Layoff as herein used shall mean the 
reduction of the working force because of lack of work 
or other cause, but not for temporary causes which are 
ofless than one week's duration. When temporary causes 
result in layoff of iess than one week's duration, it is 
agreed that no employee shall be laid off whose indi­
vidual job continues to run except when two or more 
jobs in the same or in different classifications are tem­
porarily combined because of a lack of work, in which 
case the employee with higher seniority shall be retained, 
provided such employee has the qualifications neces­
sary to run the combined job, and thereafter the work 
shall be divided as equaliy as possible between those 
employees affected. When a job once stopped resumes 
operations, the Company agrees promptly to recall the 
worker to his or her job. 

D. Application to Layoff and Recall 

D.l. Probationary employees shall be laid off first. 

D.2. Except as provided in Subsection D.3. below, 
all remaining employees shall be laid off in accordance 
with seniority as defined herein; that is, the last one in 
shall be the first one out. 

D.3, Exception: Incentive workers with less than 
five years seniority, who during the 90-day period of 
normal operations preceding layoff, have earned, on an 
average, less than their base rate shall be laid off after 
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probationary employees and before ali other employees 
in their occupational group, 

D.4. An employee laid off from an occupational 
group in which the employee has acquired seniority and 
recall rights, when such Say off is pursuant to the provi­
sions of Subsection D.2. or D.3. above, shaii have the 
option of (a) displacing the junior employee from among 
the management designated "retention pool" of Job Clas­
sifications within the plant where the employee works, 
provided he/she has greater seniority than such junior 
employee, or <b) taki ng lay off from the Company. Fail­
ure of an employee to announce his/her choice to man­
agement within twenty-four (24) hours of lay off from 
his/her occupational group (or by Monday at 12 mid­
night if the lay off occurs the preceding Friday, Satur­
day or Sunday) shall be deemed choosing option (b). 

An employee choosing option {a) shall acquire se­
niority instantaneously in the occupational group which 
contains the "retention poo)" Job Classification within 
his/her plant that the employee enters. Notwithstanding 
this instantaneous acquisition of seniority, the employee 
shaSl be subject to a sixty (60) day Uiai period and should 
the employee prove unsatisfactory during this trial pe­
riod the employee shall be Said off and placed on the 
recaSl and preferential lists. 

Other than acquiring seniority instantaneously by 
transferring with relocated equipment, choosing option 
(a) is the only circumstance under which an employee 
can acquire seniority instantaneousSy in an occupational 
group by virtue of entering one of the "retention poo!" 
Job Classifications within his/her plant that is within such 
occupational group. In all other circumstances an em­
ployee is subject to the applicable probationary period 
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or a sixty (60) day trial period, as provided elsewhere in 
this Agreement. 

(This Subsection D.4. will become effective no later 
than six (6) months following the effective date of 
this Agreement.) 

D.5. Recall to work shall be in inverse order to lay­
off. 

D.6. An employee shall be laid off if he is unable 
to accept transfer to another shift when such transfer is 
made necessary by the operation of this Section 13. In 
that event, the employee so laid off shall exercise his 
recall rights only after employees accepting the shift 
transfer and having greater seniority have exercised theii 
right to shift transfers to fill vacancies that may occur. 

D.7. When transfers within a seniority grouping are 
made necessary by layoffs, workers in such grouping 
with the least seniority remaining on the job in the de­
partment where the layoff occurs will fill any vacancies 
thus created according to the provisions of Subsection 
C. of Section 14. Thereafter, employees in the seniority 
grouping in other departments will be transferred to fill 
the vacancies still remaining according to the provisions 
of Subsection C. of Section 14. 

0.8. There shall be established a recall list and a 
preferential hiring list which shall contain the names of 
all employees laid off. Any employee who has not been 
recalled or re- employed within one year after layoff will 
be dropped from the lists. If any employee is rehired 
within twelve (12) months after he has been dropped 
from the recall or preferential list he will, at the expira­
tion of the probationary period, be reinstated on the se­
niority list and be credited for the period of his layoff. 
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D.9. An employee preferentially rehired to a job in 
an occupational group other than that from which he was 
laid off shall be subject to a sixty (60) day trial period. 
Should he prove unsatisfactory to department supervi­
sion during the trial period, he shall be laid off and re­
turned to his original position on the recall and prefer­
ential list. An employee preferentially rehired will not 
be laid off before the completion of the sixty (60) day 
trial period ir) order to prevent the accumulation of se­
niority in the new occupational grouping except in spe­
cial situation? where an exception is mutually agreed to 
in writing between a full-time representative of the Union 
and a representative of the Employer's Industrial Rela­
tions Department. In the event he completes the trial 
period and is subsequently laid off, he shall be placed 
on the recall list for the job from which he was laid off, 
and shall have his position on the preferential list re­
newed for a period of one year. Should a preferentially 
hired employee remain on the job after the trial period, 
his seniority shall apply on the new job except as other­
wise provided in Section 14., Subsection E. of this Agree­
ment. 

D.10. A preferentially rehired employee laid off be­
cause of lack of work prior to the completion of the sixty 
(60) day trial period who is subsequently rehired for a 
job in the same seniority grouping prior to the expira­
tion of sixty (60) days from the date first preferentially 
rehired shall have his accumulated seniority in such 
grouping if he thereafter completes the trial period, 

D .n . Employees on the preferential list shall be 
hired for available jobs for which they may be reason­
ably expected to qualify, on the basis of seniority. Em­
ployees laid off because of permanent discontinuance 
of their operations shall be placed on the preferential 
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hiring list and shall be entitled to preference over other 
employees listed thereon in hiring for available jobs for 
which they may be reasonably expected to qualify. This 
Subsection shall not be interpreted to mean that employ­
ees on (he preferential list shall be hired for any avail­
able jobs if employees with recall rights are laid off from 
such jobs. No new employees shall be hired while work­
ers remain on the preferential list, consistent with the 
principles stated above. Any complaints regarding the 
administration of this Subsection D.l 1. will be discussed 
by representatives of the Employer and representatives 
of the Union but will not be subject to the Grievance 
Procedure. 

D.12. Any employee who is offered a job for which 
he is qualified, regardless of shift, who refuses to accept 
the job so offered shall be dropped from the preferential 
hiring list for a period of thirty (30) days. The employer 
will provide the Union with its current preferential list, 
and also weekly with a list of employees laid off and 
recalled, preferentially rehired and dropped from the 
preferential and recall list. 

D.13. Technologically displaced employees will be 
given opportunities, based on relative seniority within 
their department, to fill job vacancies created by the in­
stallation of the new machinery or equipment or modi­
fication to existing machinery or equipment that dis­
places them, provided they can be reasonably expected 
to qualify. These opportunities will be offered to tech­
nologically displaced employees only after employees 
having recall or shift preference rights to such vacan­
cies have exercised these rights. 

"Technologically displaced employees" for pur­
poses of this Subsection applies solely to incumbents of 
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job classifications who (1) operate or directly service 
machines or equipment that is replaced by the installa­
tion of new niachinery or equipment or (2) operate or 
directly service existing machinery or equipment that 
undergoes modification. "Technologically displaced 
employees" in "operator" job classifications will be eli­
gible to fill vacancies only in such "operator" job clas­
sifications as might be created, provided they can be 
reasonably expected to qualify, 'Technologically dis­
placed employees" in "service" job classifications will 
be eJigible to fill vacancies only in such "service" job 
classifications as might be created, provided they can 
be reasonably expected to qualify. 

E. Top Seniority 

Shop stewards and chief stewards shall have top 
seniority for the purpose of layoff, recall, and transfer 
in their respective occupational grouping, department 
and shift during their respective terms of office. Stew­
ards and chief stewards may not use top seniority for 
the purpose of transferring to a more desirable job or 
shift. 

F. Loss of Seniority 

Seniority shall be lost as provided in Section 15., 
Subsection F. and G. and in the following cases: 

F.l. When the employee quits the job or is dis­
charged for cause. 

F.2. When the employee, having been laid off, fails 
to report within seven (7) working days after postmarked 
date of written recall or preferential notice to report 
mailed to him at his last address left by him with the 
Employer, except as provided in Subsection G. It is 
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agreed, however, that a copy of such notice along with 
the employee's telephone number, if available from the 
employee's personnel folder, shall be mailed to the Union 
at the same time that it is mailed to the employee, 

F3, When, after layoff, an employee's name is 
dropped from the recall and preferential hiring list re­
ferred in Subsection D.8. above. 

G. An employee working a trial period on a job to 
which he has been preferentially rehired who fails to 
answer a recall notice as provided in Subsection F.2. shall 
not lose his seniority, but shall be dropped from the re­
call list for the occupational grouping from which laid 
off. If such employee is subsequently laid off from the 
preferential job prior to the expiration of the sixty (60) 
day trial period, he shall have his name added to the 
preferential list. 

H. Complaints and Grievances 

Any complaint or grievance involving the question 
whether an employee has been laid off in conformity 
with the principles herein established shall be made 
within ten (10) working days from the date of the lay­
off; otherwise the complaint or grievance shall be 
deemed waived and abandoned and such layoff shall not 
thereafter be subject to the Grievance Procedure. 

I. Nothing in this Agreement shall prevent, inter­
fere with, or in any way affect the retirement of employ­
ees as provided in the Dan River Inc. Hourly Retire­
ment Plan. 

J. Workers shall accumulate seniority on tempo­
rary jobs. Such temporary jobs shall not exceed a pe­
riod of sixty (60) days except where special conditions 
require it, and in that event, the Union will be notified 
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prior to the expiration of such period the approximate 
duration of the temporary job. 

K. It is agreed that seniority for spare hands shall 
be determined in the same manner as for all other em­
ployees. When temporary vacancies become available, 
they shall be offered to the senior spare hands qualified 
to perform the available work. However, it is understood 
that a spare hand will not be given a vacancy in a regular 
job unless employees with greater seniority in the job 
classification in the department decline the vacancy. It 
is the agreed intention of the parties that spare hands shali 
be selected from newly hired employees except for those 
employees who prefer to work as spare hands. 

Section 14 

TRANSFERS AND PROMOTIONS 

A. The Employer has the right to transfer or pro­
mote employees to any position, occupation, shift or 
place where their services are needed according to its 
own judgement, provided such transfers and promotions 
do not conflict with the provisions of this Agreement. 
No employee shall be required to make a permanent 
transfer when an employee with less seniority remains 
in his occupational group1, no employee shall be required 
to transfer permanently to a lower paying job or to a job 
outside the bargaining unit. The supervisor will notify 
the departmental shop steward of any permanent trans­
fer at the time the transfer takes place. 

B. It is the policy of the Employer to consider se­
niority, overall plant efficiency, ability, quality of pro­
duction and attendance record of individuals, before a 
decision is made to promote employees, and to give ef-
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feet to seniority where other considerations are equal. 

C. New employees shall be hired on the third shift 
or the last shift of the day. Qualified employees shall 
move to the second and to the first shifts within their 
department and job classification in that order on the 
basis of seniority. Employees shall move back to the 
second and !o the third shifts in the inverse order. In the 
event an employee must be hired for or retained on a 
particular shift because of special skills, the provisions 
of this Subsection shall not apply. 

D. It is the policy of the Employer to place employ­
ees on regular assignments. When changes and transfers 
in assignments are necessary to meet the requirements of 
operating conditions, employees affected will be given 
an explanation as to the reasons for such changes. 

E. Employees who are permanently transferred or 
promoted within the bargaining unit shall retain their 
seniority in the previous occupational grouping for a 
period of sixty (60) days. After such period the 
employee's seniority in the new occupational grouping 
will be seniority accumulated in both groups. If an em­
ployee who has attained seniority on any class rated job 
is transferred or preferentially rehired to the occupation 
on which he had previously served his progression pe­
riod, he shall not be required to serve a second progres­
sion period, but shall retain his accumulated seniority 
on the job. 

F. As a matter of policy, temporary transfers shall 
not exceed a period of sixty (60) days. If the necessities 
of the case demand that such temporary transfer be ex­
tended for a longer period, the departmental shop stew­
ard will be notified, and any complaint as to the lack of 
reason therefor will be subject to grievance procedure. 
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G. In alt cases of temporary promotion or transfer 
the empioyees involved will be returned to their farmer 
jobs without Soss of seniority when their services are no 
longer required on their temporary assignments. 

H. In case of temporary promotions or transfers in 
or out of the bargaining unit the supervisor shall notify 
the departmental shop steward, specifying the conditions 
of the transfer and stating the expected duration of the 
temporary assignment. 

I. Any employee who has been or is promoted or 
transferred out of the bargaining unit shall accumulate 
seniority while working in such position and shall be 
returned to his regular job and shift, and to his regular 
place on the seniority list should he be transferred back 
to the bargaining unit within one year from the date of 
such transfer or promotion. On transfer back to the bar­
gaining unit after one year from the date of such trans­
fer or promotion, he shall be returned to his regular place 
on the seniority list, taking the job of the employee with 
the least seniority in his former occupational group, pro­
vided his seniority is greater. 

Section IS 

LEAVES OF ABSENCE 

A. Whenever an employee finds it necessary to be 
absent from work, he must request a leave of absence 
from his supervisor stating the reason for the leave and 
the length of the leave requested. No leave will be valid 
unless the leave of absence form has been personally 
signed by the employee. 

If an employee is unable to request a leave in per­
son, but calls in or sends word, no leave will be execu ted. 
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When the employee is able to return to work he must 
obtain a leave from his supervisor properly signed by 
the employee and supervisor before he can be reinstated. 

The Employer will grant leaves of absence in writ­
ing for such period of time as appears to the Employer 
to be reasonable for the following causes: 

1. Personal illness or injury - not to exceed 12 
mouths. 

2. Pregnancy - not to exceed 12 months. 

3. Deaths, weddings, funerals or iliness where ap­
plicant is needed in the immediate family of the 
applicant. 

A. Other causes which appear to the Employer to 
be reasonable and proper. 

Any request for extension of a leave must be ob­
tained in the same manner. In event of request for ex­
tension, the Employer may require an employee to 
present a statement from the attending physician certi­
fying incapacity to work. 

B. An employee finding it necessary to be absent 
for illness or other valid emergency shall notify his su­
pervisor prior to or during his next scheduled shift. If 
he is unable to give such notice because of unforeseen 
and justifiable circumstances, he must in any event no­
tify his supervisor withitt forty-eight (48) hours of the 
start of the first scheduled shift on which he is absent. 
When notice is so given, a retroactive leave of absence 
shall be granted. If the employee fails to give notice as 
herein required, he shall be subject to disciplinary ac­
tion, but only after he has had opportunity to explain his 
failure to give notice. 

47 



C. An employee absent from work without written 
leave of absence for five (5) consecutive days, or for six 
(6) consecutive work days if a si* day week is sched­
uled, shall have his seniority automatically broken 
thereby and his employment terminated. 

D. The Employer will granl leaves of absence to 
employees for Union business as foftows: 

1. To attend Union conventions or meetings, pro­
vided the Union gives the Employer five (5) 
days advance notice of the names of the em­
ployees designated as aufhorized representa­
tives. In unforeseen emergencies, one day's 
advance notice wilt be sufficient, 

2. To employees elected as full-time Union represen­
tatives, not exceeding seven (7) in number, for a 
period not to exceed the Term of this Agreement. 

When such employees resume employment, they 
shall be returned to their regular jobs and shifts, and their 
regular p!ace on the seniority list; however, if such em­
ployees resume their employment after a three-year pe­
riod, they shall be returned to their regular place on the 
seniority fist, taking the job of the employee svith the 
least seniority in the former occupational group provided 
their seniority is greater. 

E. While an employee is on leave as provided in 
this Section, his job shall be filled temporarily by spare 
hand or other employee. 

F. An employee who fails to return to work at the 
expiration of his leave will be automatically terminated 
unless his failure is in fact due to emergency reasons 
such as accident or sudden illness, and he has complied 
with the requirements of Subsection B. above. In such 
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event the employee's leave will be extended for such 
time as appears reasonable to the Employer under the 
circumstances. 

G. The Employer will terminate any employee who 
obtains a leave under false pretenses or who works for 
another individual or firm while on leave of absence 
without having obtained prior written approval from the 
Employer. 

Section 16 

MILITARY CLAUSE 

A. Employees who shall have left the employment 
of the Employer, under provisions of appropriate fed­
eral statutes, for the purpose of entering the Armed 
Forces of the United States shall be deemed on leave of 
absence, and during their period of service in the Armed 
Forces their seniority shall accumulate. Such employ­
ees are generally entitled to re-employment if: 

1. They have satisfactorily completed their service 
in the Armed Forces, 

2. They make application for work within ninety 
(90) days after discharge. 

5. They are still qualified to perform the duties of 
their former position or one substantially the same. 

4. The Employer's circumstances have not changed 
so as to make re-employment impossible or un­
reasonable. 

B. It is agreed that nothing in Subsection A. is in­
tended to conflict with applicable federal statutes, and 
that such statutes shall be controlling in all cases of re­
employment of veterans, 
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Section 17 

PLANT RULES 

A. Written rules governing the conduct of employ­
ees wilt be posted on the bulletin boards in the mills. 
All employees are required to observe plant rules, but 
may utilize the Grievance Procedure because of disci­
plinary action taken by the Employer for violation of 
such rules. 

B. It is agreed that such rules may be changed from 
time to time by the Employer as the efficient operation 
of the mills shall require so long as such change does 
not conflict with any provision of this Agreement. The 
Union may question the reasonableness and equity of a 
change in the rules by utilizing the Grievance Proce­
dure, Section 11, Subsection B.4. but if the matter is not 
resolved by discussion, it may be referred to arbitration. 

C. The Employer will notify the Union five (5) days 
in advance of the time any change in rules shall become 
effective. 

Section 18 

BULLETIN BOARDS 

The presently existing bulletin boards directed for 
Union use may be used by the Union for posting notices 
approved by the Management and restricted to: 

(A) Notices of Union recreational and social af­
fairs. 

(B) Notices of Union elections. 

(C) Notices of Union appointments and results of 
Union elections. 
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(D) Notices of Union meetings. 

Notices which the Union desires posted shall be 
given to the Employer's Industrial Relations Department 
for approval and posting. 

There shall be no other genera) distribution, or post­
ing by employees, of pamphlets, advertising or political 
matter, notices, or any kind of literature within the mill 
gates. 

Section 19 

CREDIT UNION 

Upon receipt of a signed authorization form, pro­
vided by the Union, from an employee covered by this 
Agreement who has completed his/her probationary pe­
riod, the Employer will deduct weekly from the wages 
of such employee the amount designated on the signed 
authorization form and forward weekly the aggregate 
amount of such deductions to the Union's credit union. 

Local 400, United Food & Commercial Workers 
Union agrees to hold the Employer harmless against any 
and all complai nts, claims, judgements or demands that 
may arise out of or in any way be related to compliance 
by the Employer with the provisions of this Section or 
in reliance by the Employer upon any document fur­
nished lo the Employer by the Union pursuant to the 
provisions of this Section. 
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Section 20 

EQUAL EMPLOYMENT OPPORTUNITY 

The parties to this Agreement agree that the admin­
istration of its terms will comply fully with al! laws, regu­
lations, and executive orders pertaining to Equal Em­
ployment Opportunity without regard to race, color, re­
ligion, national origin, handicap, covered veteran status 
or sex - except where sex is a bona fide occupational 
qualification. 

Section 21 

SAFETY AND HEALTH 

It i s the objective of the Employer and the Union to 
promote and preserve the health and safety of all em­
ployees, and the parties agree to cooperate responsibly 
in implementing measures to further this objective. 

Section 22 

TERMINATION 

This Agreement shall continue in full force and ef­
fect until the 1st day of January, 2O02, and shall auto­
matically renew itself for one-year periods thereafter 
unless either party shall give written notice to the other 
of intention to terminate this Agreement not less than sixty 
(60) days prior io the expiration date of the initial five 
year term or any subsequent current one year term. Fol­
lowing the giving of such notice, this Agreement shall 
come to an end on the 1st day of January of the then cur­
rent term. No subsequent amendment or modification of 
and no subsequent supplement to this Agreement shall 
be valid unless it be in writing and signed by the parties. 
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IN WITNESS THEREOF, the parties hereto have 
caused these presents to be signed and delivered by their 
respective duly authorized representatives as of the day 
and year first above written. 
DAN RIVER INC. 

Edward E. Carroll 
Vice President, Industftal Relations 

1-3-97 
Date 

LOCAL 400, UNITED FOOD & 
COMMERCIAL WORKERS UNION 

1-7-97 
Date 
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